incidence of Type A personality among African-American men than white men, but did not detect any ethnic differences in personality type between African American and white women.
GENDER
The issue of gender encompasses the behaviors and characteristics that are associated with men and women. Evidence exists that the accounting profession has traditionally maintained separate status for men and women [Dando and Watson 1986; McKeen and Richardson 1988; Sakoloff 1988; Ciancanelli et al 1990 ] . On the other hand, research on women's work orientations has not detected differences in work interests and attitudes [Street, Schroeder, and Schwartz, 1993] . In fact, one study of men and women accountants' personalities found women to possess higher average Type A personalities at all levels of decision making authority in both the public accounting and industry and government occupational settings [Omundson, Schroeder, Stevens, 1996] . Little is known about the combined effects of ethnicity and gender on work interests and attitudes.
JOB SATISFACTION AND TURNOVER INTENTION
Job satisfaction relates to individuals reactions to their work environment. Job satisfaction has been found to relate inversely to a person's turnover intention [Abdel-Halim, 1981; Choo, 1986; Rasch and Harrell, 1990] . That is, the job satisfaction/turnover literature indicates that individuals who experience relatively low job satisfaction tend to change work positions. Missing from previous research, however, is an explanation of why some individuals experience relatively high job satisfaction in a particular work environment while others experience relatively low job satisfaction in the same work environment [Harrell and Stahl, 1984] .
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One possible explanation for differences in job satisfaction is personality. A study by Benke and Rhode [1980] found the personal characteristics of senior audit and tax personnel in CPA firms to be associated with their job satisfaction. In an earlier study, Rhode, Sorenson, and Lawyer [1976] found that the individuals classified as CPA firm migrators (those individuals intending to leave their present position) differed from non-migrators in their vocational interests and some personality factors. Little is known about the comparative job satisfaction and turnover intention of whites and African-Americans; however, in one comparative study of ethnic groups, Omundson, Schroeder, and Stevens [1996] investigated the job satisfaction and turnover intentions of a sample of whites and Hispanics using the same instruments used in this study and did not detect significant differences by ethnicity.
OCCUPATIONAL SETTING AND LEVEL OF DECISION MAKING AUTHORITY
Occupational setting (public accounting vs. industry and government) has also been found to impact on the orientations of professionals [Tuma and Grimes, 1981; Aranya and Ferris 1984; Omundson, Schroeder, and Stevens, 1996] . Accountants may be employed in two different occupational settings: 1. Public accounting firms, where they conduct audits and prepare tax returns for other business or governmental organizations; or 2. Business organizations or governmental agencies, where they perform accounting and tax services for their employer. The impact of occupational setting on professional orientation has been attributed to the fact that public accounting firms are perceived as professional work settings and more closely reflect the value systems of the profession than do non-public accounting work settings.
More specifically, public accounting firms are dedicated to the delivery of an array of accounting related services such as auditing and tax. In contrast, industry and government accounting functions are nested within an organizations which have a broader mission and focus [e.g. manufacturing consumer products]. Thus, they serve in a supporting capacity rather than primary revenue role. Consequently, the occupational setting factor is inherently more controllable in terms of measurement and observation in public accounting than it is in other accounting career options.
The level of decision making authority within the organization has also been found to impact on attitudes and orientations [Sorensen, 1967; Schroeder and Imdieke, 1977; Norris and Niebuhr, 1983; Aranya and Ferris, 1984; Harrell, Chewning, and Taylor, 1986; Omundson, Schroeder, and Stevens, 1996] . That is, those in positions of higher authority generally have a longer association with the organization, and the longer the association individuals have with an organization the greater is their stake in the organization. This finding has been attributed to Becker's [1960] theory of side bets. That is, those in the higher responsibility positions in organizations generally have a longer tenure with the organization, and the longer tenure individuals have with an organization the greater is their stake in the organization.
The relationship of job satisfaction and turnover intention to occupational setting and level of decision making authority has been inadequately researched. Aranya, Lachman and Amernic [1982] found job satisfaction among Canadian accountants to differ between public accounting partners, employees in public accounting firms, and employees in non-public organizations. However, a weakness of this finding is that the stratification scheme used confounds occupational setting with hierarchical position level. Furthermore, in contrast to previous studies, the authors did not detect a relationship between job satisfaction and turnover intentions. The current study is an attempt to determine if the relationships among personality, 6 job satisfaction and turnover intentions are associated with either occupational setting or level of decision making authority.
METHOD
The research was conducted by means of a questionnaire. The questionnaire requested demographic information from the respondents and addressed the issues of Type A-B personality, job satisfaction and turnover intentions.
The Sample
The sample was compiled by obtaining a listing of the members of the National Association of Black Accountants. The sample consisted of 1,320 individuals. A total of 471 responses were received. Of these 26 questionnaires were not fully completed and were excluded from the analysis. These exclusions resulted in 445 usable responses, for a usable response rate of 33.7%. This response rate is similar to the 32.8% response rate reported by Omundson, Schroeder and Stevens [1996] for a study of Anglo and Hispanics. The results were then stratified by gender, occupational setting and decision making authority positions (staff, supervisor, manager--director, and partner--vice-president--president).
Type A-B Personality.
The Glazer [in Goldberg, 1978] stress-control lifestyle questionnaire was used to assess the personality traits of the subjects. This instrument was chosen because it was successfully used previously by Rouse and Harrell [1990] and because it can be self-administered and is simple to score and use. It contains 20 questions and asks the respondents to circle a number between 1 and 7 that best characterizes their reactions to two extreme situations. A score of one is assigned to a type B personality response; whereas, a score of 7 is assigned to a Type A personality response for each question. An individual's personality score is the summed score of the twenty questions. The summed score categorizes individuals into the following Type A-B groups; A 1 -high type A; A 2 -Type A prone, AB-a mixture of A and B patterns, B 1 -Type B prone, and B 2 -high Type B. The instrument's reliability coefficient [Cronbach, 1951] for the sample was .815.
Job Satisfaction. Hoppock's [1935] job satisfaction measure was used to measure the subjects' job satisfaction. This instrument has been previously used in several studies of accountants [Harrell and Stall, 1984; Chewning and Taylor, 1986; Omundson, Schroeder, and Stevens, 1986] . The instrument contains four questions that address how satisfied the subjects are with their jobs.
Each question contains seven possible responses and a score of 1 is assigned to low job satisfaction; whereas, a score of 7 is assigned to high job satisfaction for each question. The sum of the scores on the four questions indicates each respondent's total job satisfaction score.
McNichols, Stahl and Manley [1978] demonstrated that this measure performed well in terms of distribution, construct convergence and concurrent validity over 29,000 subjects. They also demonstrated that the reliability of the instrument was high (.765 to .890 across four different groups). Additionally, since the measure contains only four questions, it is simple to use and score.
Turnover Turnover intentions were measured by using the question developed by Harrell and Stahl [1984] . The instrument contains seven possible responses to a question designed to assess the individual's turnover intentions during the next several years. A score of one was assigned to low turnover intentions while a score of seven was assigned to low turnover intentions.
Statistics
The percentage of personality types by category was tested by stratifying the sample by gender and performing a T-test on the average scores. Next, analyses of covariance were performed on (1) personality, (2) job satisfaction and (3) turnover intentions to determine if gender differences in the dependent variables among African-Americans could be detected 1 . In each case, the independent variable was gender and the covariates were occupational setting and level of decision making authority. Analysis of covariance is the appropriate statistical technique in the analyses described above because the values of the covariates, occupational setting and level of decision making authority, which have previously been found to be associated with the dependent variables, cannot be controlled. Consequently, statistical control is obtained as a substitute for experimental control 2 . Finally, Spearman rank correlations were performed on the relationships between personality, job satisfaction turnover intentions and gender to enable the results to be more easily compared to previous studies. personalities were mainly distributed across the AB, A 2 , and A 1 categories; and 75.7% of the 1 Analyses of covariance were performed on the dependent variables of interest -personality, job satisfaction and turnover intentions, using professional CPA certification as the categorical variable, and occupational setting and level of decision making authority as the covariates. These tests were performed to determine if professional CPA certification was an intervening variable of interest because previous studies of accountants' work interests and attitudes were conducted on samples of certified public accountants. CPA certification was not found to be significant in any of the tests. 9 individuals were classified as Type A 2 personalities. Table 2 presents the results of the analysis of covariance of personality by gender. After adjustment for the covariates, personality was not found to vary with gender (F = 1.887; P < 0.171). With respect to the covariates, only level of decision making authority was found to be significantly associated with personality (F = 63.069; P <0.001). Table 3 presents the analysis of covariance of job satisfaction by gender. After adjustment for the covariates, job satisfaction was not found to vary with gender (F = 1.506; P = < 0.221). With respect to the covariates, only level of decision making authority was found to be significantly associated with job satisfaction (F = 17.662; P < 0.001). Table 4 presents the analysis of covariance of turnover intentions. After adjustment for the covariates, turnover intentions was not found to vary with gender. With respect to the covariates, no significant differences were detected. Table 5 presents the Spearman rank correlations among personality, job satisfaction, turnover intentions and gender. From this table it can be seen that the only significant relationships detected were between job satisfaction and gender (-0.124; P <0.01), and personality and turnover intentions (-0.326; P < 0.001). That is, job satisfaction tended to be more associated with females, and individuals with higher Type A prone personalities tended to be less likely to intend to leave their positions.
RESULTS
The differences in Type A personalities found between male and female African Americans is consistent with the recent findings reported by Omundson, Schroeder, and Stevens [1996] for studies of Anglos and Hispanics and males and females. The correlation results provide further support for the contention that the profile distribution for African-Americans accountants is similar to the Type A distribution found in other populations.
DISCUSSION
The distribution of Type A -B personalities reported in Table 1 reported an average personality score of 94.58 for the individuals in the public accounting occupational setting group and 96.39 for the individuals in the industry and government occupational setting group; whereas, the results from this sample were 94.62 and 94.46 respectively. The only apparent difference in personality characteristics between individuals sampled in the two studies is that OSS 1 reported a slightly higher average Type A prone personality score for the individual in the industry and government occupational setting group.
The results from Table 2 differ somewhat from those reported by Omundson, Schroeder and Stevens [1996] OSS 2 for a sample of 1,003 male and female accountants. OSS 2 found gender to be significantly associated with personality and females to possess higher Type A prone personalities at every decision making authority position across both occupational settings.
In the current study, females were found to possess higher Type A prone personalities for only five of the eight level of decision making authority positions across both occupational settings, and gender was not found to be significantly associated with personality. Consequently, in contrast to the results reported by OSS 2 , the females in this sample of African-American accountants were not found possess higher Type A prone personalities than their male counterparts.
The association of gender with job satisfaction results reported by OSS 2 are also somewhat different than those reported in Table 3 from the current study. OSS 2 reported average job satisfaction scores of 21.00 for the individuals in the public accounting occupational setting, and 20.09 for the individuals in the industry and government occupational setting. The results from the current study were 19.55 and 18.57 respectively. However, neither study reported a significant association between gender or occupational setting, and job satisfaction; while both reported a significant relationship between job satisfaction and level of decision making authority (P < 0.001). These results indicate that African-American accountants in both occupational settings are apparently relatively less satisfied with their jobs than are the individuals in the same occupational settings groups reported in the OSS 2 study.
The results reported in Table 4 on the relationship between turnover intentions and gender also differ from the gender results reported by OSS 2 . OSS 2 reported average turnover intentions of 1.50 for the individuals in the public accounting occupational setting group and 2.01 for the individuals in the industry and government occupational setting group. The results for the current study were 1.79 and 1.70 respectively. Neither study found gender or occupational setting to be significantly associated with turnover intentions; however, OSS 2 detected a significant negative relationship between turnover intentions and level of decision making authority (P < 0.001); whereas, this relationship was not found to be significant in the current study. As compared to OSS 2 , the sample of African-American accountants reported in this study were found to have relatively higher turnover intentions in the public accounting occupational setting group and relatively lower turnover intentions in the industry and government occupational setting group.
Finally, the results reported in Table 5 on the correlations between personality, job satisfaction, turnover intentions and gender are quite interesting. Almost all previous studies investigating the relationship of job satisfaction and turnover intentions have reported a fairly strong and significant negative relationship between these two variables. In the current study, this relationship was found to be quite low (-0.05) and not significant. Consequently, for this sample of African-American accountants, satisfaction with one's job apparently has little relationship to the expectations of leaving that job. On the other hand, the negative relationship between Type A prone personality and turnover intentions differs from the results reported by both OSS 1 and OSS 2 . Neither of these two earlier studies found either a strong or a significant relationship between these two variables.
CONCLUSIONS
The findings reported in this study provide additional evidence that accountants personalities, regardless of ethnicity, differ from those in the general population in that Friedman and Rosenbaum [1974] reported that approximately 40 percent of all individuals in their longitudinal open sample of the United States population exhibited Type B personalities.
The findings also provide evidence that African-American males choosing accounting as a profession have higher Type A prone personalities than their counterparts in the general population. That is, Spafka et al [1990] reported that the African-American males in their sample exhibited relatively lower Type A prone personalities than did white males, However, the African-American males in the current study exhibited mainly Type A prone personalities.
In the discussion of their findings, OSS 1 speculated that the possession of a Type A personality was associated with success in the accounting profession, and that Anglos and Hispanics were self-selecting accounting as a profession based on knowledge of the attributes necessary for success. They based this conclusion on Holland's [1965 Holland's [ , 1968 Holland's [ , 1973 crosscultural theory of professional stereotype. This theory holds that an individual through his or her choice of occupation attempts to fulfill a way of life irrespective of any intervening cultural differences. The results reported in the current study provide preliminary evidence that AfricanAmericans are using similar self-selection criteria.
Previous research has also indicated that the possession of a Type A prone personality is apparently correlated with success in the accounting profession. The results of this study tend to confirm this finding in that Type A prone personality was found to significantly increase as level of decision making authority increased in both occupational settings. Additional research is necessary to verify whether Type A prone personality is correlated with success in the accounting profession among African-Americans.
The results of this study provide preliminary evidence that African-American accountants are relatively less satisfied with their jobs than are accountants from other ethnic groups; however, this lack of job satisfaction apparently does not correlate with the intention to leave their jobs. On the other hand, Type A prone personality was found to be negatively correlated to turnover intentions among African-American accountants. Additional research is necessary to confirm these findings and to determine if other factors such as culture and socio-economic background are influencing the turnover rates of African-Americans. For example, a review of the sociology literature may provide further insight into additional variables that should be 14 incorporated into models analyzing the occupational behavior of minorities in the accounting profession. The average job satisfaction scores were determined by summing the individual scores (1-7) for each of the four individual questions that comprised the questionnaire. The range of possible scores was 7 (low job satisfaction) -28 (high job satisfaction). 
